ABSTRACT
INTRODUCTION
As of early 1900, the management concept has been investigated more and more, and has arrived in our present day after many significant changes. The classical management, which defended that the true, universal and absolute knowledge existed, has been replaced by the postmodern management, which claimed that there was not true, universal and absolute knowledge. This evolution in the management concept has also caused some changes in the roles and skills of the managers. On the one hand, the classical management, which defended that the absolute and universal knowledge existed, claimed that the technical skill was the most important skill for a manager; the concept of interpersonal management skill gained importance as of 1930s; and in 1960s, the conceptual skill became the indispensable ability especially for senior managers.
These changes in the management skills also brought some changes in the training techniques provided to managers. At first, the trainings were intended to develop merely the technical skills of managers; however, in time, new training techniques were developed to strengthen the interpersonal management skill and conceptual skill of the managers. Today, managers are trained both with the former techniques and with the new ones in a multidimensional manner. However, it is observed that the training materials developed so far have been generally formed according to rational parameters, in other words, they are designed according to the universal and absolute knowledge, which was originally defended by the classical management movement.
Right at this point, it is clear that there is a need for a new training technique that is not solely dependent on rational parameters with all aspects for the purpose of developing the interpersonal management skill and conceptual skill of managers. In this study, the effects of drama training on interpersonal management skill of managers have been examined.
Drama training was applied to a group of 10 managers with the help of a specialis t trainer for 10 weeks, and the results were evaluated with a quantitative research method. The "Social Skills Scale" was applied to the participants within the experimental and control groups for the quantitative study in order to determine the interpersonal management skill levels and to analyze the differences between them, both before and after the training. At the end of the training, it was determined that the drama training developed the interpersonal manageme nt skill of managers.
THEORETICAL FRAMEWORK

Managerial Skills And Manager Training
Managers have three basic skills, which are named as technical skills, interpersona l management skill and conceptual skill (Koçel, 2015) . Technical skills may be explained briefly as having the knowledge about the works that are under a manager's responsibility (Koçel, 2015) . Interpersonal management skill is expressed as the skill of a manager in directing her/his employees to work with enthusiasm and in establishing good relations with the senior and lower-level management (Mirze, 2016) . The last skill that is necessary for a manager is the conceptual skill, which is the ability understanding the relations between the units in the organization and see the organization as a whole (Mirze, 2016) .
When the evolutional development of the management concept is considered, it is observed that there is an assumption in the classical management claiming that the stereotyped notion and rationality may only be ensured with technical skill. For this reason, in the management concept in this period, it is observed that technical skills are emphasized, which means managers should have the "skills to use the tools and techniques that are required by the job; and the knowledge, skills, and experience that are needed to perform the job" (Baransel, 1976; Daft, 2015) While the technical skills were considered as the basic and most important skills of a manager during the classical management period; in the neo-classical management, the interpersonal management skill, which are also named as "the skill of establishing relations with the individuals at working place", has been seen the inevitable skill of managers (Baransel, 1976; Daft, 2015) .
The studies conducted after the emergence of the modern management concept caused that the management concept had an important evolution. Until then, the understanding which claimed that organizations were "closed" (mechanical) left its place to the thinking claiming organizations were influenced by environmental factors and were "open" (organic) structures for these factors. This convertion made unavoidable for the managers to understand environmental factors and consider them in a holistic manner, in other words, they had to acquire the conceptual skill (Baransel, 1976) . Today, these three skills are accepted as the basic skills required for managers (Koçel, 2015; Daft, 2015) Organizations developed several training programs that intended to develop the skills of managers in order to be more productive and more active. The training techniques used in organizations to train managers may be examined throughout historical process. They may also be examined as traditional training techniques and modern training techniques. In this study, the traditional and modern training techniques, which were suggested by noe (2009), have been taken as in a manner independent from the historical process. According to this classificatio n, it is possible to categorize the training techniques as follows: Although these training methods aimed to develop, the three skills together, the techniques that develop the interpersonal management skill and conceptual skill for senior-leve l managers have been cared for more in recent years (Noe, 2009; Daft, 2015; Koçel, 2015) .
In this study, the effects of drama training on the interpersonal management skill of the managers are investigated. When the literature is reviewed, it is observed that drama training is matched with role-playing training. Role-playing training is a part of drama training. For this reason, it is necessary to define drama training as the first step.
Drama Training
The drama concept does not have a full counterpart in the English language. In etymological terms, the concept has been derived from the Greek word "Dran", which meant "movement" (Güner, 2005) . While defined the drama concept as the "Re-animation of a topic, event, an action or an emotion; in one sense, an imaginary play" (Dirim, 1999) ; üstündağ defined this concept as "an education method to acquire cognitive behaviors, emotiona l properties and psychomotor abilities" (Üstündağ, 1998) . Üstündağ emphasized that drama should be defined as a discipline which aimed the training of the emotions and which ensured that the individual had holistic understanding and the ability to define, explain and control an experienced situation (Üstündağ, 1998) . San, on the other hand, defined the drama concept as "a unique way to make sense of life, which ensures personal development" (San, 1991) .
Today, it is observed that the definitions on drama concept are more comprehens ive.
However, it is necessary to care for certain points while defining the drama concept. First of all, drama is considered as a training technique that is specific to theater because it is mostly used in theater training. Although the techniques known as theater techniques are used in drama training, it should never be considered as acting or performing a theatrical act (Güner, 2005) .
Another important aspect is that drama is confused with plays. Many people consider drama as an identical concept with play. There is play in the core of drama; however, drama should not be understood as mere play. Drama carries many elements which are also included by plays to some extent, and these elements are, seriousness, being not the real life situation, voluntar y participation, joy, freedom, life rehearsal, imitation, creativity, discharge, tension, being conducted for a certain purpose, being performed in a certain place and time, and being dependent on certain rules. However, the most important elements of play, which are the winning and leading concepts, do not comply with drama. Plays are made use of during drama trainings; however drama may not be defined as a play; it is something more than a play and covers the play as well. As a last item, it is possible to define drama as a discipline on its own that establishes relations between disciplines (Güner, 2005) . In the light of these definitions, it is possible to say that drama is a discipline and a training method that may be used in all areas of life not only in theatre, to influence the cognitive, emotional and psychomotor abilities of a person in a positive. Drama is extremely important in the personal development of an individual. For the first thing, drama is prepared in a fictional medium, the individual reflects the experience obtained in fictional medium to the real life. The participant senses drama as if it is real, and experiences real feelings. When considered in this context, the reality and the fiction are merged in drama.
The participants enter fictional situations from reality and vice-versa all the time during the drama training (Okvuran, 2001; Akyol, 2003) . The individuals that take part in drama training learn situations, events and relations by discovering during their trainings. The participants use their knowledge and experiences in the real world to create an imaginary world in drama, and learn how to examine the events and relations when they define the situations and roles they designed in drama (O'Neill & Lambert, 1982; Akyol, 2003) . In other words, drama is a bridge between the fictional world and the real world. Drama reinforces the development of the existing creativity of the individuals, develops their imaginations making them acquire skills on their developmental properties, and guides them for multi-dimensional development. It is beneficial for individual development. With drama, it is ensured that individuals see their environment and themselves in a deep and universal dimension not merely in a superfic ia l manner (Başkaya, 2000; Akyol, 2003; Gönen & Uyar Dalkılıç, 2010) . Spolin (1999) claims that the individual may only see her/his environment in a deeper manner after s/he performs three stages. According to spolin (1999), the individual must firstly discover himself/herself in order to obtain these skills, in other words, s/he must know her/his perceptional limits, and then discover her/his close surroundings; and as the last item, s/he must discover the general environment and the whole universe. (Spolin, 1999) . Spolin says that an individual may overcome these three stages alone with the help of drama. The drama technique is a special training technique designed to perform these three stages. The role playing technique, on the other hand, is a training method given place in the second stage (Spolin, 1999) .
The Effects Of Drama Training On Organizations And Managers
Especially in the past two decades, there have been many studies conducted to measure the efficiency of training with drama by scientists dealing with the business management field (Baron, Harris et.al, 2001; Beckwith, 2003; Corsun, Young, McManus, & Erdem, 2006; Cunha, Kamoche, & Cunda, 1999; Fisk & Grove, 1996; Gardner & Avolio, 1998; Gibb, 2004; Goddard, 1999; Goodwin, 1996; Grahan-Hill & Grimes, 2001; Harris & Spiro, 1981; Harvey, 2001; Higgs, 1993; Higgs, 1993; Hsu, 1989; Häpfl & Schreyägg, 2004; Mayer, 2001; Moshavi, 2001; O'Neill & Lambert, 1982; Pearce, 2006; Pearce & Jackson,2006; Vera, 2004; Williams & Anderson, 2005) When the literature is reviewed, it is observed that mostly the "Creative Drama" -with its more common name "Role Playing"-type is used as the subject of many studies in the business management literature in the early periods when drama technique was first used.
Almost all of these studies were conducted to examine the effects of drama training on the sales of businesses, and they dealt generally with the marketing functions of the businesses. Almost in all of these studies, it was proven that drama training had positive effects on sales (Fisk & Grove, 1996; Goodwin, 1996; Pearce, 2006; Pearce & Jackson,2006; Williams & Anderson, 2005) .
It was no surprise that scientists firstly investigated the effects of drama training on the financial status of businesses, which is also the case in many other studies. Unfortunately, these studies caused that the limits of this technique were drawn in an extremely narrow manner in the early periods. In these studies, drama was only considered as a training technique that was used to make the employees (the individuals) to express themselves in a more accurate manner (Fisk & Grove, 1996; Goodwin, 1996; Pearce, 2006; Pearce & Jackson,2006; Williams & Anderson, 2005) . As a result of these studies aimed to ensure that drama is conducted to make employees use their body languages in a more efficient and accurate manner by developing their gestures and mimes, it was observed and reported in almost all of these studies that drama had positive influences in the communication and interpersonal relations.
The direct effects of drama on the employees of the businesses, and its indirect effects on sales and financial status of businesses caused that the interest in drama training technique increased even more. This training technique, which became more and more popular with each passing day, caused that scientists conducted studies that measured the efficiency of drama training on various subjects since the second half of 1990s until our present day. With these studies, the effects of drama training on almost all business functions were examined in a more detailed manner; Beckwith, 2003; Corsun, Young, McManus, & Erdem, 2006; Cunha, Kamoche, & Cunda, 1999; Fisk & Grove, 1996; Gardner & Avolio, 1998; Gibb, 2004; Goddard, 1999; Goodwin, 1996; Grahan-Hill & Grimes, 2001; Harris & Spiro, 1981; Harvey, 2001; Higgs, 1993; Higgs, 1993; Hsu, 1989; Häpfl & Schreyägg, 2004; Mayer, 2001; Moshavi, 2001; O'Neill & Lambert, 1982; Pearce, 2006; Pearce & Jackson,2006; Vera, 2004; Williams & Anderson, 2005) Many studies have been conducted to examine the effects of drama training on the interpersonal management skill of the managers. In all of these studies, it was determined that drama training had developed human relations (Kara & Çam, 2007; Okvuran, 2001; Önalan Akfırat, 2004; Önder, 2016) . The previous studies show differences in terms of the technique used, although they were conducted for similar purposes with this study. Firstly, in the present study, the drama training has been dealt with as a whole; it does not include mere role playing.
The training is more comprehensive when compared with the training methods used in the other studies. In addition, the sub-dimensions of interpersonal management (social) skill, which were not included in the other studies, have been included in this study in detail.
RESEARCH METHODOLOGY
The Purpose Of The Study
The study aims to determine the effects of drama training on the interpersona l management skill of managers.
The Scope Of The Study
The 20 participants, who were selected for the study, were determined from among the managers who were assigned as managers in medical companies located in Istanbul. In determining the participants for the study, the "participant information form", which was developed by the author of the study, was distributed to 30 managers in the company, and 10 managers were included in the study as the experimental group, and 10 managers were included in the study as the control group. All the analyses conducted in the study were made in the light of the data that were obtained from these managers. Detailed information on the managers will be provided in the last section of the study.
Data Collection Tools
The data obtained in the study were analyzed by using quantitative research technique s.
The scale used in this part of the study was applied to all participants both in the experime nta l group and in the control group. After this process, the participants were compared with themselves and with the other participants, and the effects of drama training on interpersona l management skill of the managers were determined. Some academicians consider that apply the same scale twice, has some kind of drawbacks. However, it is defended that this drawback is mostly eliminated with the training period and the number of the variables. The author of the study considers that using the same scale does not have any drawbacks because the drama training lasted for 10 weeks, in other words, the duration was long, and the number of the variables in the study was more.
There are many scales in the literature to measure the interpersonal management skill.
"Wolpe-Lazarus Entrepreneurship Scale" (1966), "Ratrus Assertiveness Scale" (1977), "Test for Recognizing Facial Expressions" (1987), "Personal Relations Scale" (1986) may be given as the examples for these types of scales. In this study, Riggio's (1989) "Social Skills Scale" (SSS) was used (Yüksel, 2004) . SSS was developed by Riggio in 1986, was reorganized in 1989 and has been used ever since. SSS was prepared for the purpose of measuring the basic social skills of an individual (Yüksel, 2004) .
SSS consists of 90 items that measure six different social skills areas, and is an important tool that covers all the sub-fields of social skills and helps us measure the total social skill levels of individuals. It is impossible to give all items in SSS, hence sample items for each sub scale are given in Table 1 . 
S ocial Expressivity
 At parties i enjoy speaking to a great number of different people.  When in discussions, I find myself doing a large share of the talking.  I usually take the initiative and introduce myself to strangers.
S ocial S ensitivity
 Sometimes I think that I take things that other people say to me too personally.  I often worry that people will misinterpret something that I have said to them.  While growing up, my parents were always stressing the importance of good manners.
S ocial Control
 I find it very easy to play different roles at different times.  When in a group of friends, I am often spokesperson for the group.  I can fit in with all types of people, young and old, rich and poor.
Source: Riggio, R. E. " Assessment Of Basic Social Skills", (1986, Journal Of Personality And Social Psychology, Vol.51, No.3, S. 652 ).
Copyright 1986 By T he American Psychological Association, Inc.
The sub-scales that are included in the SSS are as follows: (Riggio, 1989 ) .
SSS covers six sub-scales at two levels, which are the emotional and social levels intended to measure social communication skills. "expressivity", "sensitivity", and "control"
are evaluated with each level in sss. "expressivity" refers to the ability of sending messages to Empathy skill developed at an extreme level in such individuals. The individuals with developed emotional sensitivity are defined as the individuals that are sympathetic, assertive, stressful, and audacious and free (Riggio, 1986; Yüksel, 2004; Riggio & Reichard, 2008; Kalafat &Kıncal, 2008) .
3)
Emotional control (EC) sub-scale measures the ability of individuals to organize and control emotional and non-verbal reactions. Emotional control covers the abilities to merge and hide certain emotions in a skillful manner behind a mask.
Individuals with emotional control may control themselves. The self-respect of such individuals is high (Riggio, 1986; Yüksel, 2004; Riggio & Reichard, 2008; Kalafat &Kıncal, 2008 ).
4)
Social expressivity (SE) sub-scale measures the skills of individuals in verbal expression, establishing communications with each other and joining conversation. Individuals who have social expressivity are people who are lively, social, consistent in emotional terms, and are extrovert. They have the ability of starting any conversation or sustaining these conversations (Riggio, 1986; Yüksel, 2004; Riggio & Reichard, 2008; Kalafat &Kıncal, 2008) .
5)
Social sensitivity (SS) sub-scale measures the skills of the individuals in analyzing verbal messages of the others. Individuals with social sensitivity care for social norms when they show social behaviors, and act in accordance with the environment they are in. Individuals with social sensitivity are under the influence of their emotions, and experience tension and inner conflicts more. However, they are very good listeners and observers (Riggio, 1986; Yüksel, 2004; Riggio & Reichard, 2008; Kalafat &Kıncal, 2008) .
6)
Social control (SC) sub-scale measures the skills of the individuals to play social roles and to expose them as social entities. Individuals with developed social control are the ones with self-confidence and act in accordance with the social situatio ns in any environment. Individuals with high social control ability are sympathetic, stable in terms of emotions, audacious, sincere, and comfortable people who have high-le ve l self-confidence (Riggio, 1986; Yüksel, 2004; Riggio & Reichard, 2008; Kalafat &Kıncal, 2008) .
Each of the above-mentioned scales consisted of 15 items. The items in the scale were designed according to the 5-point likert answer key as "1 = this is unlike me", "2= this is a little like me", "3 = this is like me", "4 = this is quite like me" and "5 = this is exactly like me". The possible maximum score that may be received by a participant from the scale is 450, and the minimum point is 90. The maximum score that may be received in each sub-scale is 75 and the lowest is 15. If a person received high points, it is accepted that the social skill levels of that person are high.
SSS, which was first developed by Riggio in 1986 and was revised in 1989, has been used by many academic studies both in our country and abroad. It was translated and adapted in Turkish by Galip Yüksel in 2004 . The reliability and validity of the scale was proven many times. The Cronbach's Alpha value varied between 0.890 -0.987 in various studies. In other words, the scale is extremely reliable (Yüksel, 2004) 
FINDINGS
The results obtained in the study are given in detail as follows.
The Demographical Properties Of The Participants Of The Study
A total of 20 people 10 of whom constituting the experimental group and 10 of whom constituted the control group participated in the study. The demographical characteristics of the participants in the groups are given briefly in Table 2 . As it is observed in table 2, five of the participants were female, and five were male in each group, i.e. In the experimental and the control group. 4 of them were single, and 16 of them were married. 12 of them were under the age of 50, and the rest of them were over the age of 50. More than half of the participants were at least master's degree graduates.
Social Skills Scale Pre-Training Results
SSS distributed to the participants before the training started and the results were analyzed. The results are given in Table 3 . As it is observed in Table 3 , the pretest social skills point average of the experime nta l and control group were 307.1 and 308, respectively; and the standard deviation was found to be 15.3 and 19.3, respectively. The results obtained from SSS may vary between 75 and 450.
As the point of the individual rises in the scale, the social skills level also rises. According to the points received in the pretest, it is possible to say that the social skills of the participants in the experimental and control group are at medium level.
It is observed that the "social expressivity" and "social control" levels of the participants in the experimental and control group are higher than the other dimensions of their social skills.
This shows us that the participants in the experimental and control group apply mostly verbal communication and adapt to social environments more easily. When the "social sensitivity" levels of the groups were compared with the other dimensions, it was observed that these values
were extremely low. This shows that the participants in the experimental and control group are not under the influence of their emotions when establishing communications, and do not experience much tension and inner conflicts. At the end of the pretest analysis, it was observed that the participants had low average values in "emotional control" dimension. This shows that the participants cannot control their emotions in an easy manner, and cannot reflect their emotional status to their relations in an easy manner. It was determined that the "emotiona l expressivity" and "emotional sensitivity" levels of the participants were at medium level.
Generally, it is possible to say that the average social skills levels of both groups were close to each other before the drama training. The Mann-Whitney U test was used in order to test whether there were significant differences between the interpersonal management skill points of the experimental and control group before the drama training. The results of this analysis are summarized in Table 4 . 
Social Skills Scale Post-Training Results
Social skills scale was distributed again to the participants after the training was over, and the results were analyzed. The results are given in Table 5 . The test results of the experimental and control group before and after the drama training are compared in Table 5 . As it is observed in Table 5 , according to the pretest and posttest results, the average social skills level development was 4.9% in the participants who were included in the experimental group; it was 0.04% in the participants who were included in the control group. It is assumed that this development in the social skill levels of the experime nta l group stems from the drama training provided for the participants in this group. It is observed that there is a slight increase in the social skill levels of the participants in the control group. It is assumed that the development observed in the control group is not significant. As it is observed in table 4, there were increases in the social skills levels of the participants who were included in the experimental group after the drama training. When the changes in the sub-scales of the social skills were examined it was observed that there were serious differences between the experimental and control group. It was determined that the increases in the scale points of the experimental group were more than the increases in the sub-scales of the control group. It was also determined that the emotional control sub-scale points increased in the experime nta l group after the drama training, and the emotional expressivity increased at the lowest level. It was determined that the sub-scales of the experimental group showed an increase between 12.7% and 2.3%. For this reason, the issue of whether the development was significant or not was investigated with the wilcoxon test, and the results are summarized in the Table 6 At the end of the Wilcoxon test, significant differences were determined in the social skills and in all sub-skills of the participants who received drama training (p < 0.05). It was determined that there were developments in the social skills of the participants in the experimental group after they received drama training. It was seen that the social skills score of 9 participants receiving the drama training was higher than the pre-training score. Only one participant did not receive a positive contribution from training. When the sub-dimensions of social skills are examined, it is seen that drama training has mostly developed emotiona l sensitivity dimension of social skill. It is also seen that social expressivity dimension is not affected too much by drama training compared to other dimensions. At the end of the Wilcoxon test, it was determined that there were no significa nt differences in social skills and in all the sub-dimensions of the social skills in the participants who did not receive drama training (p> 0.05). It was determined that there were no signific a nt differences in the social skills of the participants in the control group between first and second measurement.
In the last step of the analysis, the status of the experimental and control group after drama training was analyzed with the Mann-Whitney U test. The results of this analysis are given in Table 8 . At the end of the Mann-Whitney U test, it was determined that there were meaningful differences in the social skills and in all the sub-dimensions of the social skills after the drama training (p < 0.05). Developments were determined in the social skills and in all sub-dimens io ns of the social skills of the participants who received drama training in the experimental group.
It was also determined that the participants in the experimental group showed the highest developments in emotional sensitivity and emotional control dimensions, and the lowest developments in social expressivity dimension.
CONCLUSION & DISCUSSION
Drama training was a training technique that was applied heavily in the United States of America as of 1900s. At first, it was designed to train actors and actresses; however, especially as of 1980s, it became a training technique used for making the individuals develop their perceptions and comprehend environment in a better manner in many disciplines. This training technique, which aims to develop the perception level of individuals, ensured that individ ua ls learnt in a more efficient manner and looked at their environment in a wider perspective.
In business world, drama training is applied mostly as role-playing for managers or employees. Because of the limited use of this training method, the outcomes are also limited.
But in this study, the drama training was applied with a very wide application. Normally, drama training is provided as one or two days and covered only role-plays; however, in this study, drama training was provided in a multi-dimensional manner by a specialist trainer.
The effects of drama training on interpersonal management skill of the managers were investigated in this study. 10 control and 10 experimental group participants, 20 participants in total, were included in the study. A quantitative examination was conducted on the participants and it was determined that the managers who received drama training improved their interpersonal management skill in a better manner than those who did not receive drama training. It was also determined that the interpersonal management skill of the participants who received drama training developed at a rate of 4.9%.
The "Social Skills Scale", which was used in the study to determine the interpersona l management skill of the managers, consisted of six sub-dimensions. When each sub-dimens io n was examined one by one, it was observed that drama training was more influential in nonverbal communication dimensions. It was also determined that drama training caused increases at the highest level in emotional sensitivity and emotional control dimension, and at the lowest level in social expressivity dimension. The findings of this study are in parallel with other studies (Kara & Çam, 2007; Okvuran, 2001; Önalan Akfırat, 2004; Önder, 2016) on drama education.
Although the research found that drama training had a significant effect on the interpersonal management skill of the managers, this effect did not seem to be very high. There are two reasons for this. First, managers take some time to get used to the drama method, especially because of their age. Therefore, the drama workshops to be applied to the managers should be organized considering the adaptation time of them. Better results will be achieved with longer-term training plans. In addition to this, some of the managers are not easy to accept this training method because of their prejudice. It is not easy to solve this problem. This prejudice can only be overcome by creative teaching techniques given at a young age. In short, it is possible to increase the degree of effect of education with extending the duration of education, preparing the selected group for education, and increasing the number of participants who are volunteering, willing and without prejudice against drama training.
Drama training have made significant contributions to managers to develop their interpersonal skills and their self-control skills. Managers should have the variables that make up social skills as a whole to build good relationships with their surroundings. For this reason, it is beneficial to put drama training to departments, which lead the candidates for manageria l position, in the university.
In today's competitive global world, it is crucial for managers to think differently from other managers and to produce creative solutions to the challenges they face. At this point, drama training has caused significant changes in managers' thinking and making decision styles.
This change leads to changes in the manager's attitudes and behaviors and to increased creativity. By providing corporate level training programmes, companies can use drama training to influence the attitudes and motivations of both managers and employees and to improve their basic skills. In practice, it can be used to improve communication skills of both managers and employees, and solve complex business issues creatively. Drama training for companies can be an important tool for creativity in the business world. This advantage will provide competitive advantage to companies investing in this training. In other words, drama training is an important trainingal tool for both trainingal institutions and companies in today's world, where communication is regarded as one of the most important means of success.
This study has increased the need for studies that investigate the impact of drama education on the cognitive and emotional achievements of individuals on social skills and other skills. After this study, the effects of the drama training on the conceptual skill of managers can be investigated. In addition to this, the effect of drama training on company's financ ia l performance, employee performance, and many organizational elements can be investigated.
As a conclusion, it is extremely important for managers, who spend more than 70% of their times in a day with communication to develop their interpersonal management skill, and drama training provides significant contributions to the development of these skills.
